In addition to benefiting others, volunteer work is argued to supply volunteers themselves with skills, reputation, and social connections that increase overall employability. We test this hypothesized causal link between volunteer work and employability with a high-quality 2012 Danish survey sample of 1,867 individuals of working age. The survey data are linked to administrative registers containing individual-level data on unemployment. A combination of detailed controls, lagged dependent variables, and instrumental variable regression is used to determine cause and effect. Our findings show that performing volunteer work does not statistically significantly affect the risk or rate of unemployment for the typical individual on the labour market.
Introduction
Unemployment constitutes one of society's most severe social risk factors. Experiencing prolonged periods of unemployment negatively affects short-and long-term earnings (Marczak, 2009) , social standing (Letkemann, 2002) , and physical and psychological health (Browning and Heinesen, 2012) . To avoid prolonged periods of unemployment, individuals are encouraged to invest their time in activities outside of the workplace that raise their employability (Smith, 2010) . One such activity may be unpaid volunteer work, which is hypothesized to increase employability, since it may provide individuals with job-related skills; extend social networks; and signal one's work ethic and social conscience (ibid.).
Even though employability is often cited as a private benefit of volunteer work-along with the public benefits such work may bring to others-few studies have linked volunteer work to employability. Moreover, the few studies that do so rely on either anecdotal accounts or quantitative techniques that are not able to determine causal effects (Spera et al., 2015) .
This study fills this key gap in the research literature by empirically determining whether volunteer work has a quantifiable causal effect on risk and rate of unemployment. The study utilizes a subsample (n ¼ 1,867) of the high-quality 2012 Danish Volunteer Survey, which contains detailed information on type and amount of volunteer work. Exact information on background characteristics and weekly unemployment status is retrieved via administrative registers. A combination of high-quality controls from the survey and administrative registers, lagged dependent variables (LDVs), and instrumental variable (IV) regression is used to determine the causal effect of volunteer work on risk and rate of unemployment.
The empirical analysis shows that volunteers generally do not have a statistically significantly lower risk or rate of unemployment-when self-selection of highly employable individuals into volunteer work is controlled for. The robustness of this result is challenged by examining the type and intensity of volunteer work. However, this was found not to alter the overall result.
Employability and Volunteer Work
Individuals who are disproportionally able to achieve and maintain employment-and consequently ward off periods of unemployment-are said to have a high rate of employability (McQuaid and Lindsay, 2005) . Employability is a multifaceted concept, which, according to Kanter, consists of '. . . a person's accumulation of human and social capital-skills, reputation, and connections-which can be invested in new opportunities that arise inside and outside the employee's current organization' (Kanter, 1995) . To increase one's employability, one should therefore focus on investing time in activities that will increase one's stock of human, social, and cultural capital (Smith, 2010 ).
An effective way of increasing one's stock of relevant capital resources may be by performing volunteer work. Volunteer work refers to unpaid work which benefits others outside of the home and is performed in a formal organizational setting (Wilson and Musick, 1997; Salamon and Sokolowski, 2001) . Surveys show that an estimated one in every three Europeans performs such work (European Commission, 2007) .
The notion that volunteer work increases employability has firm intuitive and theoretical merit. Participating in volunteer work may be a way to acquire job-related skills that are advantageous when applying for work (human capital). It may also extend social networks to include individuals with information on new job positions (social capital), and finally, volunteer work may be a way to signal one's work ethic and social conscience to potential employers (cultural capital).
These mechanisms may work in tandem to increase the employability of volunteers, and it is not possible for this study to empirically highlight one mechanism over another. However, to supply a firm theoretical basis for the overall empirical investigation, each of these three mechanisms is accounted for in more detail.
Human capital refers to individual resources such as knowledge and skills that enable productive activities (Schultz, 1961) . It is often assumed that productive skills are required solely through education or the paid job market; however, unpaid volunteer work is likewise a productive activity that provides others with goods and services (Taylor, 2004; Wilson and Musick, 1997) . In performing their unpaid volunteer duties, volunteers are, for instance, likely to be coordinating the efforts of a volunteer group, giving presentations, raising funds, or editing websites and newsletters. All of these activities can be argued to foster productive skills that are coveted on the paid job market (Wilson and Musick, 2003; Menchik and Weisbrod, 1987) .
Social capital refers to resources nested within social networks of two or more individuals (Coleman, 1988) . Particularly social networks consisting of individuals that are not family or close friends-so-called weak ties-may be of particular importance to employability, since such networks can carry information on new paid jobs by bridging the gaps between otherwise unconnected groups of individuals, thereby linking one to opportunities nested outside of one's immediate social circle (Granovetter, 1983) . Formal organizations such as voluntary and non-profit organizations are common sources of weak ties, since they are highly likely to consist of individuals outside of one's close-knit social circle of family and friends (Granovetter, 1973; Granovetter, 1995; Wilson and Musick, 2003; Menchik and Weisbrod, 1987; Day and Devlin, 1998) .
Cultural capital consists of individual tastes, attitudes, and practices that attribute to a successful presentation of the self (Smith, 2010) . Volunteering is a highly regarded practice in western society, and volunteers are most often thought of in approving terms by others (Handy et al., 2010) . This is likely due to the fact that unpaid work is tied to positive qualities such as personal drive, dedication to a cause, and an altruistic attitude towards one's fellow citizens. When one takes on a role as a volunteer, it may therefore send a positive signal of one's work ethic, moral character, and productive and social skills to potential employers (Spera et al., 2015; Handy et al., 2010) . In so far as employers seek out productive and motivated employees with high levels of integrity, volunteering seems to be a good way to convey these sought-after qualities to potential employers (Smith, 2010) .
Time Spent and Type of Volunteer Work
The underlying theoretical assumption of this study is that simply performing volunteer work may have an effect on increased employability. However, volunteer work could have a difference in treatment intensity depending on at least two factors: (i) time spent on volunteer work, and (ii) the task performed as a volunteer.
Spending more time on volunteer work may enable one to take on more demanding tasks as well as increase one's accumulation of practical experience. Spending more time may also strengthen social ties to others within the organization and provide more opportunities to come into contact with other volunteers (Menchik and Weisbrod, 1987) .
Furthermore, volunteers on a board of directors are more likely to take on organizational tasks that are challenging in terms of planning and organizational skills (Balduck et al., 2009) . Since there is an additional selection of high-resource individuals on a board of directors, it is furthermore likely that the value of social connections may be higher for volunteers on a board of directors (Moore and Whitt, 2000) . Finally, volunteering for positions that require more responsibility, such as on a board of directors, may send a stronger signal of one's skills and ability to future employers (Moore and Whitt, 2000) .
It should be considered that the above arguments hinge upon the assumption that volunteer work does indeed have a positive effect on employability. If it does not, individuals who take on more demanding tasks in terms of time and energy may actually be engaging extensively in an activity, which draws their focus away from seeking or maintaining paid employment-thus leading to a possible negative trade-off between volunteer work and paid employment (Menchik and Weisbrod, 1987) .
Literature Review
Few studies focus specifically, as this one seeks to do, on a link between volunteer work and a quantifiable reduced rate of unemployment for the general population (Spera et al., 2015) .
There are studies such as the ones by Hirst (2001) and Antoni (2009) that suggest a link between volunteer work and employment, but these rely on subjective measures of whether volunteers attribute their employment to their volunteer work. Then there is a study by Konstam et al. (2015) , which finds that volunteers have a quantifiable reduced risk of long-term unemployment, but the focus of this study is exclusively on a small (n ¼ 265) sample of young adults. Likewise, Corden's (2002) literature review suggests a link between volunteer work and employability specifically for individuals who volunteered while receiving disability benefits in the United Kingdom.
One of the most relevant quantitative general population studies is a recent journal article by Spera et al. (2015) which uses a very large US panel survey (n ¼ 70,535) . These authors find that, controlling for several relevant characteristics, volunteers have an astonishing 27 per cent higher likelihood of being employed a year after going out of work compared to nonvolunteers (Spera et al., 2015) . Another relevant general population study was performed by Paine et al. on a large UK panel data sample. This study shows that performing volunteer work is weakly associated with employability-measured as re-employment and job retention-but only for individuals volunteering on a moderate monthly basis (Paine, McKay, and Moro, 2013a ). The same study shows mixed results for interaction effects of age. Likewise, a recent (non-peer-reviewed) report by Jorgensen finds that a moderate amount of volunteering (20-99 hours in a year) had a positive effect on chances of re-employment for unemployed individuals (Jorgensen, 2013) . Finally, a comparative study by Strauß (2009) finds that volunteer work increases re-employment chances only for British-but not German-males under 25 years of age.
The studies included in this literature review so far provide important insights into the links between volunteering and employability. However, they do not establish a causal relationship, since they do not fully accommodate for likely omitted variable bias issues arising from the fact that volunteers are a select group of high-resource individuals (Paine, McKay, and Moro, 2013b; Spera et al., 2015; Wilson, 2000) . This argument is confirmed empirically by a recent (non-peer-reviewed) report based on British, German, and Swiss data (De Wit et al., 2015) . This study uses a fixed effects panel data model to show that controlling for time-invariant omitted variables removes the effect of volunteer work on job retention and reemployment (ibid.). Furthermore, a recent experimental US study by Maurath et al. (2015) used identical résumés containing gaps of unemployment with or without volunteer work, which was either career or non-career related, to show that recruiters (n ¼ 82) did not statistically significantly reward volunteer work in their hiring decision.
In summary, one must conclude that even though most previous studies are not able to refute the link between volunteer work and employability, the assumed causal mechanism behind this link is still empirically undetermined due to methodological limitations.
Selection Issues
Managers of voluntary and non-profit organizations are-just like regular employers-interested in highskilled and highly motivated workers to take on productive roles within their organization. Regardless of whether these positions are paid. Furthermore, individuals who are highly skilled, socially well connected, and highly motivated are more likely to feel eligible to take on a volunteer position and more likely to come across an opportunity to do so (Musick and Wilson, 2008; Wilson, 2012; Wilson and Musick, 1997) . This undoubtedly results in severe selection bias for studies like this one, since individuals who take up volunteer work are the exact individuals who are likely to already have high levels of employability (Ruiter and De Graaf, 2009; Spera et al., 2013) . In other words, employability becomes, at least in part, a cause of volunteer work rather than an effect of volunteer work.
Some selection bias can be eliminated by control variables, which is what previous studies have attempted to. However, it may be the case that all factors positively affecting both propensity to volunteer and employability cannot be readily accounted for (Spera et al., 2015) . Leaving out such key variables induces omitted variable bias (Wooldridge, 2012) , which is likely to lead to an overestimation of the effect of volunteering on employability. In the present study, we seek to solve the omitted variable issue with a combination of three approaches: exceptionally high-quality control variables (on both individuals and their parents), LDVs, and IV regression. The details and merits of these approaches will be explained in the following data and methodology sections.
Data
This study relies on two data sources: (i) a representative survey linked to (ii) administrative registers.
Survey data are the 2012 high-quality Danish Volunteer Survey. Data collection was conducted as phone interviews, the response rate is 67 per cent, and the sample is representative of the general population (Fridberg, 2014) . A subset (n ¼ 1,867) of the survey is used, consisting of individuals of working age (18-65 years) during the main time frame of the study-from 2012 to end 2015.
Because survey respondents were chosen from the Danish Civil Registration System, they can be linked with administrative registers containing accurate data on week-to-week unemployment, demographics, education, and income for all individuals in our survey sample as well as their parents.
Dependent Variable
Rate of unemployment (register). Unemployment is defined as a period of time in which an individual without paid work is actively seeking paid work (ILO, 1982) . Periods where individuals are outside of the labour market due to, for instance, education, retirement, or illness are disregarded.
Data on unemployment come from the DREAM register, which contains highly detailed week-to-week information on residents in Denmark by combining data from the Ministry of Employment, Ministry of Education, the Civil Registration System, and the Tax Agency.
Rate of unemployment is coded as the total ratio of weeks in unemployment versus weeks not in unemployment, while disregarding weeks outside of the labour market, for the years 2013, 2014, and 2015. The variable is distributed as follows: 19.4 per cent experience some amount of unemployment and do so for 36.7 per cent of the time period on average (i.e. approximately 58 of 157 weeks).
The distribution of the dependent variable for individuals who experience unemployment is shown in Figure 1 .
Both the risk (y ¼ 0 or y > 0) and the positive rate of unemployment (y j y > 0) are of interest. However, an individual may experience unemployment for reasons unrelated to low employability such as job change or firm closure. Arguably, the positive rate of unemployment therefore better captures employability, since individuals with a relatively higher employability should be able to find new work quicker-resulting in a lower rate of unemployment-regardless of the reasons for why they experience unemployment in the first place.
It should furthermore be noted that Denmark has a liberal labour market policy, where single employees can easily be fired and becoming unemployed is therefore selective on an individual basis (Wilthagen and Tros, 2004) .
Variables of Interest
Volunteer work (survey). Respondents have indicated whether they actively performed volunteer work for a formal organization during 2012. Volunteering is widespread in Denmark, with 35 per cent of the adult population taking part in volunteer work (Fridberg and Henriksen, 2014) . It should be noted that unpaid internships are not included in this definition.
Amount of volunteer work (survey). Respondents who indicated that they volunteered also reported how many hours they spent doing so throughout the year. The variable was coded as an ordinal variable in four levels: (i) 1-50 hours, (ii) 51-100 hours, (iii) 101-300 hours, and (iv) 301þ hours.
Volunteering on a board of directors (survey). Respondents who volunteered also indicated the task they performed: such as on a board of directors. Using this variable, one can distinguish between: (i) volunteering on a board of directors of at least one organization, and (ii) volunteering, but not on a board of directors of any organization.
Instrumental Variables
IVs are closely related to the supposedly endogenous variable of interest, volunteer work, but not the dependent variable, rate of unemployment. IVs are applied to remove endogenous variance from the variable of interest (Angrist and Krueger, 2001 ). This study utilizes two IVs:
Tradition of volunteering in the family (survey). The respondent has indicated to what degree the following statement is true: 'If you think back on your childhood, would you say that there has been a tradition of volunteering in your family?', with the possible answers: (0) not at all, (1) to a lesser degree; (2) to some degree; and (3) to a high degree.
Family member volunteers (survey). The respondent also indicated whether the following statement is true: 'Is there someone in your family who volunteers?', which is answered with a 'yes' or 'no'.
These particular IVs were chosen since numerous studies find that having family members volunteer provides individuals with volunteering role models and may serve as gateways to non-profit organizations. Both mechanisms positively influence individuals' propensity to volunteer throughout their lifetime (Bekkers, 2007; van Goethem et al., 2014; Quaranta and Sani, 2016; Perks and Konecny, 2015) .
Arguably, the IVs may not be truly exogenous since individuals from high-resource backgrounds are both more likely to have volunteers in their family and have high resources themselves. To accommodate for this, we control for the educational and income level of parents and may therefore be relatively sure that the IVs indeed capture the direct effect of parents' voluntary engagement on their adult children's decision to volunteer.
Controls
Control variables proxy employability-related resources that may be correlated with volunteer work. The merits of important control variables are explained in turn.
1
Lagged unemployment (register) was calculated using the same method as with the dependent variable but for the years 2009, 2010, and 2011. An additional variable indicating rate of unemployment in 2012 was coded. The latter serves to capture the simultaneity effect induced by the fact that volunteer work was performed during 2012.
Education (register) is the core component of human capital since education supplies individuals with essential productive skills (Schultz, 1961) . Higher levels of education furthermore carry signalling value (Spence, 1973 ). An exact measure of education is retrieved from administrative registers, primarily from Danish educational institutions and the Ministry of Education.
Education is measured as the nominal length in full years from the first grade to the highest educational degree earned.
Parents' education (register) is included to proxy employability-related resources such as cognitive and social skills, which individuals may harbour to a larger degree due to an upbringing in a high-resource family (Landersø and Heckman, 2017) . Each parent's education is measured like their adult children's and combined into an average measure of both parents' level of education.
Parents' income (register) is likewise included to proxy family resources. Each parent's yearly real income is measured when the respondent was 18 years of age and combined into an average measure of both parents' yearly income. Finally, the variable is log-transformed to reduce the leverage of extreme observations. Work experience (register) has-alongside education-long been regarded as one of the central measures of labour market performance due to the fact that posteducational skill accumulation is easily interchangeable for future employment (Mincer, 1974; Smith, 2010) . Since work experience is so important for employability, including it is a clear advantage of this study compared to previous studies that omit this key variable (Spera et al., 2015; Konstam et al., 2015; Paine, McKay, and Moro, 2013a; Jorgensen, 2013) . Work experience is calculated with administrative registers containing lifelong data on mandatory payment of pensions during months of employment.
Health (survey) is an important indicator of employability since individuals of poor health are physically hindered from performing work effectively and therefore less employable (Jusot et al., 2008) .
Overall level of health is measured on a self-reported ordinal 4-point scale.
The remaining variables are included to act as demographic controls.
Age (register) is calculated in full years. Male (register) indicates whether the respondent is male.
Children (survey) is a binary variable measuring whether the respondent has children residing at home.
Immigrant status (register) is a dummy variable indicating whether the respondent is an immigrant or descendent from immigrants.
Rural (survey) measures whether the individual resides in a rural area.
Married (register) indicates whether the respondent is married or living in a civil union (Table 1) .
Descriptive Statistics
Descriptive statistics are available in Table 1 .
Methodology
The dependent variable (y) is the rate of unemployment from 2013 to end 2015. The dependent variable may be regarded as a combination of a categorical variable (unemployment experienced or not: y ¼ 0 or y > 0) and a continuous variable (if any unemployment is experienced, how much: y j y > 0) (Tobin, 1958; Wooldridge, 2010) .
To model both outcomes, a two-stage Cragg's model is used (Cragg, 1971) . This model consists of a selection equation, which is a probit model of the generic form:
where Pr() denotes probability, and U() is the cumulative standard normal distribution function. And a regression equation, which is a truncated ordinary least squares (OLS) model of the generic form
To control for omitted variables, two LDVs-the rate of unemployment in 2009-2011 and 2012-are used. Since the dependent variable in previous years can be assumed to depend on the same control variables as the current dependent variable, an LDV is a good proxy for omitted controls (Wooldridge, 2010; Wooldridge, 2012; Angrist and Pischke, 2008) . Furthermore, an LDV may control for the simultaneity effect of unemployment and volunteer work in previous years arising from the fact that individuals at different rates of employment may choose to volunteer at different rates and time intensity. However, since LDVs are correlated with the error terms by construction, they may bias other parameters in the model (Angrist and Pischke, 2008) . Therefore, care must be exercised when using LDVs-which is why coefficients from models both with and without LDVs are reported.
IV regression is furthermore applied to deal with any omitted variable bias, simultaneity, or reverse causality. IV regression uses a variable that, by assumption, predicts the variable of interest (whether one volunteers) but not the outcome of interest (unemployment). By assumption, the instrument generates variation in the independent variable of interest that is independent of the omitted variables because it is unrelated to the outcome of interest. The IV technique then extracts this exogenous variation in the independent variable and uses it to predict the outcome of interest. This allows for a causal interpretation. Of course, the causal interpretation hinges on the assumption that the only effect of the instrument on the outcome variable is through the variable of interest (Wooldridge, 2010; Angrist and Krueger, 2001 ).
Cragg's model is rewritten to accommodate for the IV approach. The selection equation now takes the form of an IV probit regression, where the first stage is an OLS model of the generic form:
where y 2 is the endogenous variable of interest (volunteer work), x 1 is the exogenous control variables, and x 2 is the IV, which is excluded from the second-stage equation, c are the regression coefficients, and e is the error term.
The second stage may be written:
whereŷ 2 is the estimated previously endogenous variable of interest, and y 1 is the dependent variable (rate of unemployment). Similarly, the IV version of the regression equation of Cragg's model can be generically written as:
where y 1 > 0 restricts the analysis to positive values of the dependent variable, rate of unemployment.
The second stage of the regression equation can be written as:
Analytical Strategy
We provide Cragg's model estimations of the effect of volunteer work on the probability of experiencing unemployment (y ¼ 0 or y > 0) and the positive rate of unemployment experienced (y j y > 0) in 2013-2015. A stepwise approach is utilized in which the variable of interest is first included, then controls, and finally LDVs. This stepwise analysis is furthermore repeated with three different variables of interest: (i) any volunteer work performed during 2012, (ii) time spent performing volunteer work during 2012, and (iii) whether volunteer work in 2012 was performed on or off a board of directors.
Past volunteering is included in each step of the models (except for the IV regression). Therefore, the reference category becomes individuals who have not volunteered in 2012 nor previously in their lifetime. This ensures that the reference category becomes individuals who cannot use previous volunteer work to benefit their employability. Furthermore, controlling for past volunteer work is done since we do not know whether a non-volunteer in 2012 might pick up volunteer work during 2013-2015. However, it must be assumed that it is much less likely that lifelong non-volunteers may do so. Table 2 presents the results from a Cragg's model estimation of rate of unemployment with the variable of interest being whether volunteer work was performed in 2012. See Table A1 in Appendix for estimates of all variables.
Results

Volunteer Work
The results in Table 2 show no statistically significant reduced risk of experiencing unemployment nor a reduced positive rate of unemployment experienced for volunteers after adding controls and LDVs. There is a significant effect in the first step of the models, but simply adjusting for selection into volunteer work with control variables completely removes this effect. Adding LDVs does not change the overall result of a null effect and does not reveal any significant omitted variable bias.
IV Regression of the Effect of Volunteer Work
To test the robustness of these findings, an IV approach is used (Angrist and Krueger, 2001) . Two IVs were chosen: tradition of volunteering in the family and whether a family member is currently volunteering. For the just identified model, each of the IVs is used in turn, and both are used for the over-identified model. The strength of the instruments is tested with an F-test in the first-stage regression. A rule of thumb for determining acceptable IVs is that they should provide an F-value greater than 10 ( Staiger and Stock, 1994) . For the just identified first-stage equation, the F-tests equals 77.5 and 40.1, whereas the F-test for the over-identified model equals 46.5 (Table 3 & Table A2 in Appendix). 4 The results from the just identified and overidentified IV regression models shown in Table 3 confirm a null-effect of volunteer work on risk and rate of unemployment. Since estimates from the IV estimations in Table 3 are roughly similar to the ones obtained in Table 3 , we again find no evidence for additional significant omitted variable bias.
So far, this study has not been able to show any significant effect of volunteer work on employability using a simple binary measure of volunteer work. However, the volunteering variable may have a different treatment intensity, depending on at least two factors: (i) time spent on volunteer work and (ii) the volunteer task performed. The model is therefore expanded to determine whether volunteering indeed has a null effect on employability, even when these two aspects of volunteer work are considered.
Time Investment
In Table 4 , the results of a Cragg's model estimation of rate of unemployment is provided, given different annual amounts of time spent volunteering. The full table is in the Appendix (Table A3) .
Overall, Table 4 shows that increasing the time investment in volunteer work does not carry positive employability benefits.
In fact, moderate time spent on volunteering, 51-100 hours per year, significantly increases the risk of experiencing unemployment. This suggests that individuals who devote more time to volunteer work may put themselves at risk of lessening their employability, possibly since they are dividing their time and energy between paid and unpaid work.
When examining the positive rate of unemployment, a barely significant effect of performing a very small amount of volunteer work (1-50 hours per year) is recovered. However, as individuals increase the time they spend on volunteer work, this effect drops to zero. A likely interpretation of this result is that as one increases the time spent on volunteer work, one has less time available to engage in other important time and energy consuming ways of increasing one's employabilitysuch as writing numerous and customized résumés and job applications, online and physical social networking, or career coaching (Smith, 2010) .
Type of Volunteer Work
In Table 5 , the results from a Cragg's model estimation are supplied with the variables of interest being whether one volunteers on a board of directors for at least one organization or entirely off a board of directors. The full table is in the Appendix (Table A4) .
The results in Table 5 show no statistically significant effect of performing volunteer work on a board of directors on risk of experiencing unemployment nor on the rate of unemployment experienced-after adding controls and LDVs. However, Table 5 shows that any possible effect of volunteer work on reduced rate of unemployment, albeit statistically insignificant, is almost entirely located within the group of volunteers on a board of directors.
Time and Type of Volunteer Work
Due to the finding that both low time investments in volunteer work and volunteering on a board of directors seem to isolate the effect of volunteer work on Note: *P < 0.1, **P < 0.05, ***P < 0.01.
employability, a final regression is performed with an interaction between the two variables. The results are provided in Table 6 . And the full table is in the Appendix (Table A5 ). The interaction reveals that the only significant and positive effect of volunteer work for employability is found for volunteers who are on a board of directors and spend less than 50 hours a year on this task.
These findings confirm that increasing the time spent on volunteer work, both off and on a board of directors, does not have a positive effect on employability. Increasing time spent may actually increase the risk of experiencing unemployment-which is the case for volunteers on a board of directors who volunteer for 51-100 hours.
Discussion
The belief that volunteer work increases employability has become self-evident among volunteer organizations, volunteers themselves, and policymakers (Kamer ade and Paine, 2014) . Non-profit organizations are using supposed employability benefits to advertise to potential volunteers, and young volunteers in particular cite employability as one of the main reasons for why they volunteer (Handy et al., 2010; Hirst, 2001) . Furthermore, European countries such as The Netherlands utilize volunteer work as a form of activation scheme (Kampen et al., 2013) .
However, few studies have been conducted on the assumption that volunteer work does indeed influence employability, and these studies mostly have methodological Note: *P < 0.1, **P < 0.05, ***P < 0.01. Note: *P < 0.1, **P < 0.05, ***P < 0.01.
limitations inhibiting their ability to determine cause and effect (Spera et al., 2015) . The fact that this study, which is methodologically aimed at determining cause and effect, does not support the link between volunteer work and employability should serve as a word of warning for organizations, volunteers, and policymakers: the link between volunteer work and unemployment is not clear, and as one spends free time and energy on volunteer work, one may actually be using resources that could have been better spent on other methods for enhancing one's employability such as education and job training (Groot and De Brink, 2000) or investing more productive hours in one's paid job.
Limitations
This study is concerned with whether volunteer work benefits employability for the general population and has therefore not investigated whether volunteer work benefits demographic subpopulations. It may for instance be that volunteer work is only beneficial for young individuals just entering the labour market Note: *P < 0.1, **P < 0.05, ***P < 0.01. Note: *P < 0.1, **P < 0.05, ***P < 0.01. (Konstam et al., 2015; Strauß, 2009) , 5 those experiencing physical disabilities (Corden, 2002) , or those volunteering during a spell of unemployment (Spera et al., 2015; Jorgensen, 2013) . Furthermore, it was not investigated whether careerrelated volunteering made a difference, i.e. volunteers who pick and choose volunteer tasks and organizations that are directly relevant to their line of employment (Handy et al., 2010) . This may be worth investigating further. However, since Maurath et al. (2015) find that even career-related volunteering is not rewarded by recruiters, initial results are not encouraging.
As a result of the two limitations above, the present study does not claim that volunteer work cannot under any circumstances and for no groups of individuals benefit employability-there are certainly studies that imply that it can (Corden, 2002; Konstam et al., 2015; Spera et al., 2015) . However, the study finds no support for the assumption that volunteer work generally benefits employability for the typical individual on the labour market.
Finally, a limitation arises due to the available survey data. Since there is no information on individuals ' volunteering during 2013-2015 , the assumption had to be made that the treatment reference group-consisting of individuals who have never volunteered in their lifetime-would not suddenly pick up volunteer work in large enough numbers to confound the results in 2013-2015. This assumption seems highly plausible, since the reference group consists of individuals with a historically non-existing propensity to volunteer. However, some lifelong non-volunteers may indeed start to volunteer, and this could lead to downward biased estimates of the effect of volunteer work.
Conclusion
This study tested whether volunteers were less likely to experience unemployment and whether volunteers who did experience unemployment did so at a lower rate than non-volunteers. On both accounts, the findings do not show any statistically significant gain in employability for the typical volunteer.
When type and intensity of volunteer work was examined more closely, it was furthermore determined that performing volunteer work for more than 50 hours a year or off a board of directors made it more certain that an individual's employability would not benefit from volunteer work. This result only further underlines the illusiveness of employability benefits for the typical volunteer.
Yet, this study cannot completely rule out the possibility that volunteer work may be beneficial for the employability of some subgroups-such as the young or long-time unemployed-since this was not tested.
Notes
1 A potentially important set of controls lacking is personality traits. However, Ruiter and De Graff (2009) find that these do not constitute crucial controls in the study of socio-economic returns to volunteer work. 2 Strauß (2009) includes labor market experience -but only for the previous 2 years. 3 Cragg's model assumes uncorrelated error terms (u 1 and u 2 ) (Cragg, 1971) . In the case of error term correlation, a Heckman model is more appropriate (Heckman, 1979) . However, without a convincing instrument for the selection into unemployment, the Heckman model is not a robust model for causal inference (Puhani, 2000) . Therefore, Cragg's model was chosen. 4 The lower F-test in the over-identified model is due to the second instrument (whether a family member is currently volunteering) having limited impact on the treatment variable over and above that implied by the first instrument. Yet the two just identified and the over-identified estimates are shown to illustrate the robustness of the IV regression results. 5 Yet Maurath et al. (2015) find the largest effect of volunteer work-although insignificant-for older individuals.
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